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Introduction
This study aims to identify the variation in the perception of training elements based on company size, employee seniority, and company age, in order to determine whether there is a relationship between these, and based on this, to establish strategies that contribute to increasing the organization's participation in training.
A. Avalos and V. Murillo (2013) note that according to Fundes (2011) , small and medium-sized enterprises (SMEs) possess a relevant role in Latin American countries, as they represent 97% of the total number of fi rms, create 70% of formal jobs, and account for between 30 and 60% of GDP.
Currently, SMEs are fundamental to economic growth in Mexico due to the trade agreements the country has signed in recent years and to SMEs' strong impact on job creation and national production.
According to the National Commission for the Protection and Defense of Financial Users (Condusef) (2011), SMEs predominate in Mexico, as in most countries. They number Vol. 21, No. 1
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lack of knowledge of supporting incubators, lack of funding sources, and low involvement in foreign trade.
In the third report of the Ministry of Economy (Secretaría de Economía) (2015), preliminary data from the 2014 Economic Census in Mexico indicate that 407,000 companies began operations that year, representing an annual creation rate of 7.8% of the total number of companies that year. However, companies closed at a rate of 5.8% of the total number of existing companies that year, corresponding to 329,000 for 2014.
In this regard, Condusef (2013) mentions mismanagement as well as the economic environment and insuffi cient bank fi nancing as responsible for the short life of SMEs. Indeed, 43% of companies fail due to errors, and only 2 out of every 10 companies are able to manage their business. Furthermore, Condusef notes that one mistake made by young companies is to centralize power, as family ties cause the disappearance of companies.
For G.M.A. Palomo (2005) , the main challenges facing SMEs are the lack and/ or inadequacy of staff training and the lack of a culture of innovation and technological development.
V.J. Bartels (2007) , in his study performed in Costa Rica, found that 10.5% of the companies that responded allocated a maximum of 5% of their budgets to training. Only 2.9% of companies allocated 16% of their budget to employee training. Alarmingly, however, 80.8% did not allocate any budget to this area. In his fi ndings, it is observed that training was mainly aimed at managers and directors, representing 17.7%. It is most noteworthy that 57.2% of organizations did not conduct training activities, reinforcing what was previously stated regarding the small budget allocated to this area.
Therefore, the main objective of this research is to determine whether there are differences in the perception of managers of industrial enterprises with regard to the elements that determine training based on 1) company size, 2) seniority of management position, and 3) company age or permanence in the market. Thus, the following research question emerges:
Is there a difference in the perception of managers of industrial enterprises with regard to the elements that constitute training based on company size, job seniority, and company age?
Furthermore, the following hypotheses are proposed:
(1) The perception of managers with regard to the elements that constitute training varies depending on company size.
(2) The perception of managers with regard to elements that constitute training varies depending on manager seniority in the position. Vol. 21, No. 1 Variations in the perception of the elements that constitute training based on company size, employee seniority, and company age ( 3) The perception of managers with regard to the elements that compose training varies depending on company age or permanence in the market.
Justifi cation
As mentioned by B.R. Estrada, P.L.D. García, and T.V.G. Sánchez (2009), human resources always represent a key factor in the competitiveness of SMEs. When staff are trained and possess greater professional education and experience, they are likely to make better decisions.
Likewise, the authors note the key advantages of SMEs, such as being a driving force in the development of the country, their fl exibility in terms of expanding or contracting, their mobility and ability to perform modifi cations in technical processes, their potential for growth and for becoming a large organization, their employees who represent a signifi cant proportion of the economically active population due to SMEs' ability to generate jobs, their ease of adaptation to new technologies, and their active contribution to regional and country development.
V.J. Bartels (2007) mentions that when adequate training is provided, the results in terms of the staff include superior job preparedness compared with new workers, a balance between the requirements of the position and actual performance, greater productivity, lower staff turnover, up-to-date performance, elimination of poor work habits, and promotion of organizational culture.
Objective
The objective of this study is to identify whether there are variations in the perception of the elements that constitute training based on company size, employee seniority in the position, and company age or permanence in the market.
Theoretical framework
SMEs, according to Conducef (2011), are defi ned as an "economic unit that is operated by a person or entity, in any form of legal organization or business management, that develops any kind of activity, whether it be production, marketing, or provision of services" (p. 4).
According to the Latin American Economic Outlook (2014), SMEs worldwide share characteristics that include not only number of employees but also the following: capital is provided by up to a maximum of three people, usually Vol. 21, No. 1
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informally; company management is led by the investors, who are rarely trained; growth is maintained between a micro and medium-sized enterprise; growth tends to proceed from micro to small and from small to medium, although not always; they face the challenge of remaining in the market; and they may be subject to special and occasionally preferential treatment with regard to tax issues.
Llinares, Montañana, and Navarro (2001) defi ne an enterprise as "a set of human, material, fi nancial, and technical factors organized and promoted by the management that attempts to reach goals that are consistent with the previously assigned purpose" (p. 181).
S. L. Dolan, C. R. Valle, S. E. Jackson, R. E. Schuler, (2003) defi ne training as education and development and mention that it is the drive to improve productivity or performance in the present or future, enriching workers' capabilities through learning, which can be achieved by changing employee attitudes, skills, or knowledge.
V. R. Pinto (1997) mentions that training is supported by a "philosophy that rescues the value of the human being within the company and that responds to a way of thinking and understanding the social, work, and family environment in which this unfolds" (p. 13).
According to V. J. Rodriguez (2007), training is considered to be "an intentional act that provides the means to make learning possible. Learning is an internal phenomenon that motivates the individual" (p. 248).
For S. Snell and G. Bohlander (2013), training and development are "the combination of activities that organizations use to increase the skill base of their employees" (p. 292). The main objective is to contribute to organizational goals. Therefore, training programs must be developed accordingly.
For W. B. Werther, K. Davis, and B. M. P. Guzman (2014), training is the "development of technical, operational and administrative skills of all levels of auxiliary staff members of the organization to perform their current job," providing benefi ts that can extend throughout an employee's working life and contribute to personal development for subsequent responsibilities.
V. J. Rodríguez (2007) describes training as an open system, composed of inputs, conversion processes, output, and feedback. Inputs include training needs, organizational resources, information, and guidelines (LFT). Conversion processes involve training programs, educational technology, and the individual learning process. Output consists of knowledge, skills, attitudes, and organizational effectiveness. Finally, training also includes feedback.
It is essential to note that training requires different elements to properly fulfi ll its objective. The legal basis of training can be found in the Political Constitution Vol. 21 Rodríguez (2007) , a training program must have clearly defi ned objectives, specifi c media and materials, a selection of methods and teaching techniques, execution, control, and evaluation. All of this is necessary for the success of the program and largely depends on the proper detection of training needs.
To ensure investment in training and development, a strategic and systematic use is required, consisting of four phases (S. Snell and G. Bohlander, 2013): fi rst, needs assessment, composed of organization analysis, task analysis, and person analysis; second, program design, composed of instructional objectives, training, and principles of learning; third, program implementation, which includes onthe-job training, off-the-job training, and management development; and fi nally, the fourth phase is the evaluation of the training program, where reactions, learning, behavior, and results are considered.
The steps to follow in training and development proposed by W.B. Werther, K. Davis, B.M.P. Guzmán (2014) start with a diagnosis of employee and company needs, in order to determine the objectives. The specifi c content and learning to be achieved are established based on these. The instructors may be internal or external to the company. Subsequently, the assessment criteria are determined. These steps are intended to establish an effective program.
The training process according to V.R. Pinto (1997) is formed in the following way: 1. Systemic approach: the person responsible for training in the organization is required to know all parts and sub-parts of the company in order to properly direct training activities. 2. Structural approach: this must be both internal and external to the organization, particularly when relating to the specifi c normativity that regulates the actions of the person responsible for training in issues of legal, administrative, and instructional processes. 3. Legal process: specifi cally related to the Secretariat of Labor and Social Security, regarding the Directorate General of Training and Productivity, which is responsible for complying with the Federal Labor Law in the area of training. 4. Administrative process: requires the trainer to apply all administrative functions in order to achieve the organizational objectives, i.e., planning, organization, execution, and evaluation. Vol. 21, No. 1
5. Instructional process: the process of teaching-learning, i.e., the planning and dynamics of changes in employee behavior. As seen, each author mentions a number of requirements to conduct the training process, notable among which are the detection of training needs, the training program, legal aspects of training, a budget for its execution, and (responsible) training instructors. Regardless of the author, fulfi lling a process contributes to a training culture.
Methodology
In terms of impact, this research has a comparative descriptive scope with a non-experimental design, as the data obtained were not manipulated and were calculated according to the response of each of the participating subjects. In terms of timeframe, the study is considered a cross-sectional analysis, as it only analyzes the responses at one moment in time. In terms of the research question, the analysis is quantitative, as an instrument was applied to collect data with regard to the perceptions of people who occupy positions at the managerial level in terms of the 6 variables that determine the training factor.
Operationalization of the variables
The classifi cation of company size is based on the agreement made by the Secretariat of Economy and published in the Offi cial Journal of the Federation in 2009, presented in table 2. For the specifi c purpose of this study, only small and medium-sized enterprises were taken into account. Likewise, the dimensions that constitute the training variable can be observed in table 3. The classifi cation of the variables that constitute training is described in table 3.
Table 3. Characteristics that describe training

Variables Description Questions
Training
Refers to whether the company has training programs established in accordance with its mission, vision, and goals.
Includes questions 1 to 16.
Legal aspects of training
The entrepreneur has knowledge of the legal obligations with which he must comply according to the Federal Labor Law.
Includes questions 17 to 23.
Training budget
Refers to whether the company has a budget intended for and exclusive to providing training.
Includes questions 24 to 25.
Instructors of the training course
Refers to the internal or external instructors who teach the training courses.
Includes questions 26 to 27.
Training culture
Refers to the image that the entrepreneur creates regarding the importance of receiving training.
Includes questions 28 to 30.
Seniority in the company
Refers to the loyalty of the employer towards the company as a factor in the implementation of training courses.
Includes questions 31 to 34.
Source: prepared by the authors
With regard to the job seniority and company age variables, the specifi cations can be observed in 
High
Company age
5-10
Years of permanence in the market since its foundation.
Very low
11-20
Low
21-30
Medium 31 and higher Years of permanence in the market since its foundation.
High
Source: prepared by the authors
Statistical method
For the statistical analysis, one-way analysis of variance (ANOVA) was used, which serves to compare various elements or groups in a quantitative variable. Therefore, it is a generalization of the t-test for two independent samples. The objective is to determine whether there is equality of means between the groups of elements compared in relation to the quantitative variable with a 95% confi dence level.
We wish to ascertain which of the 6 elements that constitute training has the greatest relevance depending on company age, employer seniority within the company, and company size, i.e., we evaluate whether there is a difference in the perception of the elements that constitute training based on company size, Vol. 21, No. 1
Variations in the perception of the elements that constitute training based on company size, employee seniority, and company age company age, and management seniority. If there is equality of means, this means that regardless of company size, job seniority, and company age, values are assigned that are similar to the elements that constitute training. With the above information, three independent variables (company size, job seniority, and company age), whose levels are compared among themselves, and a quantitative dependent variable (training), in which the classifi cations were compared, were obtained. To test the hypothesis of equality of means, an f-statistic was obtained, which refl ects the degree of resemblance between the means that are being compared. If the hypothesis of equality of means is assumed to be true, the probability of obtaining a value such as the one obtained or greater can be known at any time (Pardo and San Martin 1998, pp. 248-250).
One-way ANOVA is performed to determine the existing or null variability of the variance in each of the elements that constitute training in relation to company size, job seniority, and company age, as shown in fi gure 1.
Participants
The study participants were small and medium-sized enterprises in the industrial sector. It was considered a non-probabilistic and convenience sample Vol. 21, No. 1
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of enterprises that answered the survey and met the stipulated characteristics and specifi cations. A total of 63 surveys were applied.
Materials
The instrument used was a questionnaire that contained general business aspects and aspects related to training. In the aspects related to training, the questionnaire was composed of a total of 34 questions measuring 6 variables. A Likert-type scale was used with 5 response options consisting of 1) never, 2) hardly ever, 3) sometimes, 4) almost always, and 5) always. The training index ranges from 1 to 5. The mean plus one was established as the criterion to categorize high (≥3.8), low (≤3.0), and intermediate training (values from 3.1 to 3.7).
Results
Below, the results allowing us to contrast the hypothesis, respond to the research question, and comply with the objectives are shown. This section is organized in the following way: the fi rst segment presents the results of the analysis by company size; the second shows the results by job seniority; and the third shows the results of the comparisons by company age. Valid at a 95% confi dence level. Variations in the perception of the elements that constitute training based on company size, employee seniority, and company age Table 6 shows the results of measuring the mean difference in terms of the 6 elements that constitute training. Valid at a 95% confi dence level.
Company size
Source: Prepared by the authors
Source: prepared by the authors Vol. 21, No. 1
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At a 95% confi dence level, the null hypothesis of equality of means that assumes that the perception in relation to training does not vary depending on company size is rejected.
One-way ANOVA allows us to determine among which of the 6 variables that determine training there are signifi cant differences based on company size. It is important to note in this analysis that there are signifi cant variations in the perception of 5 variables that constitute training. The only variable that does not exhibit signifi cant mean differences is the company age variable: a training factor.
To determine the extent of the differences in terms of perception, a post-hoc or a posteriori test was performed using the Bonferroni criterion. The summary of the results is presented in table 7. Valid at a 95% confi dence level.
Source: prepared by the authors
The a posteriori test confi rms that the variations in the variables that constitute the training factor depend on company size, supporting the results presented in Table 5 and effectively showing that small enterprises have a mean in their general training index that is lower than for medium-sized enterprises in all variables that constitute training. In other words, compared with small enterprises, medium-sized enterprises give greater weight or value to all of the elements that constitute training.
Job seniority
The results of the job seniority comparisons are presented below. Table 8 shows the frequency of ranges of job seniority. As can be observed, the percentage between the ranges of very low, low, and medium seniority is relatively similar, while a clear difference appears among the managers that possess high seniority, i.e., over 21 years in the position. 
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To measure the differences in the perception of the elements that constitute training based on job seniority, an analysis based on the t-test was performed, whose results are presented in table 9. Valid at a 90% confi dence level.
Source: prepared by the authors
At a 90% confi dence level and in contrast with the test by company size, in this case it is impossible to reject the mean equality hypothesis except in the case of the training budget element. In other words, the perception of the elements that constitute training does not vary according to job seniority at the management level.
To measure the difference in the training element by job seniority, a post-hoc analysis was performed where it can be observed that managers whose seniority is low place more value on the training budget compared with managers who have medium seniority. This can be simplifi ed by stating that those who are younger in terms of years of service place a greater weight on budget when making the decision to implement training plans in their companies compared with those who have a range of job seniority between 11 and 20 years. Those who are younger in the position are more conservative than those who are not as young. Appendix 1 shows the complete a posteriori analysis. Vol. 21, No. 1
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Company age
The last part of the analysis shows the results of the mean comparisons between the groups that constitute the company age ranges subject to study and the 6 elements that constitute training. Table 10 shows the results for the equality of variances test of company age and training. Variations in the perception of the elements that constitute training based on company size, employee seniority, and company age
As in the previous analysis, the test for mean equality shows that at a 90% confi dence level, only the training index element, which refers to the inclusion by the company of training programs within its mission, vision, objectives, and goals, presents a mean difference compared with the rest of the elements that determine training.
The results show that the determining factor in terms of including training programs in a company's mission, vision, objective, and goals is company age or permanence in the market. In this sense, and by performing a posteriori analysis, it can be argued that this difference is only signifi cant in statistical terms among companies whose age or permanence in the market is low versus companies whose age is higher.
In other words, companies over 21 years old assign a higher value to including training programs within their mission, vision, and goals compared with companies that have only been in the market for a few years. To verify the exact difference, the results of this a posteriori analysis are presented in Appendix 2.
Conclusions
The results of the performed tests allow us to answer the research question and accept or reject the proposed hypothesis. Based on this, a series of conclusions can be offered.
To contrast the proposed hypothesis and answer the research question, analysis of variance (one-way ANOVA) was used that confi rmed that the perception that managers of industrial companies in the Ciudad Obregón, Sonora, México have regarding the elements that determine training vary according to company size, managerial job seniority, and company age or permanence in the market.
In relation to the training index, small enterprises presented an intermediate index, while medium-sized enterprises, based on their actions, presented a training index that allows us to classify them as enterprises with high amounts of training. Thus, medium-sized enterprises place more value on training and create a higher number of training programs in their enterprises.
Five of the 6 elements that constitute training receive a weighting or valuation that is different depending on company size. In this case, the only element that does not vary according to company size is employee loyalty towards the company as a factor for the implementation of training courses. With regard to the rest of the elements, the perception and valuation changes depending on whether the enterprise is small or medium-sized. The analysis shows that medium-sized enterprises place more value on training elements compared with Vol. 21, No. 1
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small businesses, which assign a lower weighting or value to training programs. In other words, medium-sized enterprises assess more strategically whether to implement training programs.
By performing an analysis where managerial job seniority is the determining factor in terms of assigning value or weighting to training elements, it can be concluded that this factor does not exhibit signifi cant variation in the mentioned elements, except for the element determined by the budget that the company has intended for and exclusive to providing training. In this case, those possessing fewer years in charge of an enterprise are more cautious in deciding to implement training programs compared with those who have been in charge for more years. This means that of all of the elements that determine the implementation of training programs, managers who have fewer years of service categorize budget as a determining and key element in the decision of whether to implement training programs.
The last analysis performed indicates that permanence in the market or company age determines the valuation given to elements that constitute training. In this case, the only element whose value assignment depends on company age is the one referring to the inclusion of training programs within the mission, vision, objectives, and goals of the company. Companies whose permanence in the market is higher assign greater value to considering training programs within their mission, vision, values, and goals compared with companies whose permanence or seniority is lower. Therefore, it can be inferred that an enterprise will place more value on training programs as it acquires more experience.
In general terms, the elements that constitute training present a weighting or valuation that is different depending on three elements: 1. company size, 2. managerial job seniority and 3. company age. Thus, training or the implementation of training programs diverges depending on the context and the perspective from which they are analyzed. Knowing the differences in these perceptions provides empirical knowledge that can be used in strategic planning.
Summary
Variations in the perception of the elements that constitute training based on company size, employee seniority, and company age The implementation of training programs in industrial enterprises is determined by the elements that constitute training and variations in the perception of and value placed on those elements. This study aims to present an analysis of the variations in the per-Vol. 21, No. 1
Variations in the perception of the elements that constitute training based on company size, employee seniority, and company age ception of the elements that constitute training based on company size, management position seniority, and company age. For the analysis, we used one-way ANOVA to quantify the differences and post-hoc Bonferroni tests to assign values to the differences. The results show that there is a mean difference between training and the three variables mentioned above. The main differences indicate that medium-sized enterprises have a higher training index than small enterprises and that managers whose seniority is low value budget as a determining variable in the decision of whether to implement training programs. In relation to company age, it is concluded that compared with younger companies, older organizations direct their training programs towards achieving their mission, vision, values, and goals. 
